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Shared Supervision, a model in which teachers could practice ITIP
concepts, was developed by a group of middle school teachers.
teachers participated in the project.
monthly basis by an ITIP trainer.

Fifteen

ITIP concepts were reviewed on a

The participating teachers observed one

another using the reviewed concepts.

The results showed support of a

Shared Supervision Model for developing teaching skills.
recommendations for Shared Supervision are discussed.
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Chapter I
INTRODUCTION
Shared Supervision, or Peer Supervision, as it is sometimes called,
is a concept whereby teachers supervise each other and provide observation,
analysis, and feedback to their peers.

This project is concerned with the

design and implementation of a staff development project for Woodland
Middle School, located in Woodland, Washington.

In developing this

project, it was felt that these goals should be accomplished:
1.
2.
3.
4.
5.

Development of a project based on the concept of Instructional
Theory Into Practice, ITIP.
Provision of an organized and meaningful experience to bring
the concepts of ITIP to practical use in the classroom.
Recognized professional growth for the participants of the
project.
Creation of a universal bond and mutual respect among staff
members.
Development of a program that could be operated and maintained
by teachers resulting in teacher shared responsibility of
supervision. This is especially significant in small schools
where the principal is counselor, disciplinarian, educational
leader, supervisor, etc.

Literature pertaining to staff development was researched to gain
insight in other projects in this area.

It was found that most of the

literature available dealt with the need for staff development and the
components of good staff development programs, but very little had been
written describing models that have been successfully used in schools.
Background leading to the development of Shared Supervision was
reviewed to gain clear understanding of the needs of the
School staff and how best to implement the program.

Woodland

Middle

The author felt that

the manner in which the program was implemented was crucial to the success
of the project.

This was supported by all the literature surveyed.
1

2

Evaluation of the project by the participants revealed areas for
improvement and concerns of the staff.

As the literature revealed, the

more the participants were included in planning a staff development
program, the more likely the end result would be successful.
In summary, the purpose of the project was to create a model where
both observer and observee can practice ITIP concepts.

As revealed in the

attitude survey, the participants felt that the following goals were met:
1.
2.
3.
4.
5.

)

Development of a project based on ITIP.
Development of an organized and meaningful experience.
Recognized professional growth.
Creation of staff bond and respect.
Development of teacher operated and maintained program.

Chapter II
SURVEY OF LITERATURE
Recently there has been considerable effort and concern directed to
issues related to training and retraining teachers.

This increased

interest may be partially in response to pressures from society and
increased legislative interference. Identification of some of the specific
pressures may help to provide a direction for in-service training of
teachers:
1.

2.

3.

Accountability:
The "Back to Basics" movement appears to
indicate concern on the part of the public for a return to the
traditional roles of the school. For example, parents seem to
expect that students will achieve a standard level of
performance at a specific grade level. Teachers, in order to
respond appropriately to such pressures, will need to focus to
some extent, at least, on these goals. Specific retraining on
up-to-date approaches to the teaching of basic skills seems
essential.
Declining Birthrate: A number of problems have arisen which
may be attributed to the problem of the declining birthrate.
School closures and reductions in staff are problems which some
school districts are facing. Teachers in these situations may
be reluctant to change job assignments. This could result in
fewer new teachers with fresh ideas joining a school district
staff. Regular training sessions and professional development
activities could offer growth experiences for existing staff.
Increasing Expectations: It appears that concern is increasing
over the issue of incorporating atypical children into regular
classroom situations.
Children with diagnosed learning
disabilities have been placed in special classes in the past.
As of 1980 these students were currently mainstreamed into
regular classrooms.
Such action requiring an Individual
Educational Program (IEP) for each student. A teacher will
undoubtedly be expected to design programs within the classroom
for those particular children. Opportunities for teachers to
learn new skills in order to accommodate such an increased
expectation would be of great value. Teachers are required to
keep an accurate account of Student Learning Objectives (SLOs}
as a means of recognizing goals. Keeping accurate records for
each student has become every teacher's nightmare. There has
also been considerable pressure to omit such "extras" as career
training.

3

4

4.

Education: Considerable teacher apathy exists with long-term
teachers who have maximum education and experience and gain
little extrinsic reward. They do not advance on the salary
schedule, why then should they obtain additional training?

Even when a school district has been able to identify the need for
meaningful in-service activities, problems have sometimes arisen.

James L.

Olivero (1976) defines these clearly:
In-service has been scheduled for the masses in the school
district rather than attempting to individualize and
personalize professional growth plans;
2. In-service too often takes place at the close of the busy
school day when creative and imaginative thinking is nearly
impossible;
3. In-service has too often been taught at the college level by
professors who have neglected to cross the school-site
threshold in recent years;
4. In-service has too often been designed to supply instantaneous
solutions to complex problems (complex problems require complex
solutions) .1
1.

Miller emphasizes that "sufficient commitment and resources have
)

not been utilized to help key 1eaders ( those at the top) gain new
understanding and skills."2

Teachers who have desired to upgrade their

skills have been active in seeking additional training. However, there are
many teachers who reject in-service as it has been traditionally offered
and thus disregard its usefulness.

Reasons for this might be attributed to

distrust between teachers, too much to do, and competition among teachers
especially at the elementary level.
Perhaps the greatest challenge to any professional development
program is the problem of loneliness that many classroom teachers
experience.
lJames L. Olivero, "Helping Teachers
Educational Leadership, December, 1976, p. 194.

Grow Professionally,"

2william C. Miller, "What's Wrong With In-Service Education?
Topless!" Educational Leadership, December, 1976, p. 69.

It's

5

It could be said that many professional programs do not deal adequately
with this issue.

The problem of loneliness might be overcome by organizing

effective activities of sharing between colleagues. Cogan brings this point
home,

11
•••

teachers who say they are lonely in school are really

referring to the lack of adult professional company in their work. 11 3
Solutions to many of the stated problems could lie in the
implementation of effective in-service programs. ; Thre~characteristics
common to effective in-service are listed below:
1.

2.
3.

Those who are involved in the experience should cooperatively
plan the experience. According to Werner, "giving individuals
in any setting the opportunity to participate in the choice of
aims, procedures, and assessment processes leads to greater
probabilities of success and motivation to learn and change.
His research also indicates a deeper commitment to change and a
sense of self responsibility. 11 4
The needs of the group must be properly assessed.
The program must have continuity--an ongoing process.

The characteristics are significant.

Even though they seem to have

been accepted by educators for sometime, often there has been difficulty in
the imp 1ementat ion of them.

Some of the 1 atest trends

provide a new focus

for the criteria by emphasizing the importance of school-based in-service
programs.
Wiles and Bondi

(1980) advocate that school-based in-service

programs are the most effective.

"School-based staff development programs

operate on the following premises:
1.

Teachers should be involved in the
articulation of their own training needs;

3M. L. Cogan, Clinical Supervision (Boston:
1983), p. 92.

identification

and

Houghton Mifflin Co.,

4John Withall, "Taking the Threat Out of Classroom Observation and
Feedback," Journal of Teacher Education, (Jan.-Feb., 1979), 55.
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2.

Growth experiences for teachers should be individualized."5

In support of Wiles and Bondi, Stanley Diamond is convinced that
"teachers want help but that they must be able to contribute to the making
of objectives for themselves that make sense."6
Additional Findings
Gordon Lawrence (1974) presented many findings in support of
school-based staff development programs.

Nine of his findings are listed

below:
1.

Teacher attitudes are more likely to be influenced in
school-based than college-based in-service programs.
2. School-based programs in which teachers participate as helpers
to each other and planners of in-service activities tend to
have greater success in accomplishing their objectives than
do programs which are conducted by college or other outside
personnel without the assistance of teachers.
3. Schoo 1-based
in-service
programs
that
emphasize
self-instruction by teachers have a strong record of
effectiveness.
4. In-service education programs that have differentiated training
experiences for different teachers (that is, "Individualized")
are more 1 ikely to accomplish their objectives than are
programs that have common activities for all participants.
5. In-service education programs that place the teacher in active
roles (constructing and generating materials, ideas, and
behavior) are more likely to accomplish their objectives than
are programs that pl ace the teacher in a receptive role
(accepting ideas and behavior prescriptions not of his or her
own making).
6. In-service education programs that emphasize demonstrations,
supervised trials, and feedback are more likely to accomplish
their goals than are programs in which the teachers are
expected to store up ideas and behavior prescriptions for a
future time.
7. In-service education programs in which teachers share and
provide mutual assistance to each other are more likely to
accomplish their objectives than are programs in which each
teacher does separate work.
5Joseph Bondi and Jon Wiles, Supervision: A Guide to Practice
(Columbus: Charles E. Merrill Publishing Co., 1980), p. 114.

)

6stanley C. Diamond, "Toward Effective Supervision of Classroom
Instruction," NASSP Bulletin, 62, 418, May, 1978, EJ177657.

7
(

8.

9.

Teachers are more likely to benefit from in-service education
activities that are linked to a general effort of the school
than they are from "single-shot" programs that are not part of
a general staff development plan.
Teachers are more likely to benefit from in-service programs in
which they can choose goals and activities for themselves, as
contrasted with programs in which the goals and activities are
preplanned.?

Sir Alec Clegg, when reviewing the change that has occurred in the
British Primary Schools said:
" ••• The kind of change that has taken place has not been brought
about by professors or inspectors of administrators thinking great
thoughts and imposing their idealized practices and techniques from
above. It has come about because wise, enthusiastic, and experimenting
teachers have inspired and convinced those of their fellows who are
constantly looking for better ways."8
Clegg is emphasizing the need for teachers to be actively involved in their
own professional growth.

Goodlad goes one step further.

In his study of

the League of Co-operating Schools, he emphasized the importance of the
individual school 1 s role.

He states that "the single school is the largest

and the proper unit for educational change"9 as opposed to college-based
in-service programs.
The term which most appropriately describes the Clegg and Goodlad
propositions is Staff Development.
Successful and Unsuccessful Programs
The concept of staff development has attracted the recent interest
of the educational community.

Both

the

Ford Foundation

and the Stanford

7Gordon Lawrence, "Patterns of Effective Inservice Education,"
Monograth (Tallahassee: Florida State Department of Education, 1974).
8Alec B. Clegg, "Revolution in the English Elementary Schools,"
National Elementary Princi pal, September, 1969, p. 54.
9John Goodlad I, "Schools Can Make a Difference," Educational
Leadership, 33, 2d ser., November, 1975, p. 11.
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Center for Research and Development in Teaching completed studies in staff
development.

Bermann/Mclaughlin organized a series of studies of staff

development for the Rand Corporation focusing on local school districts
throughout the U.S.A.

The goal was to define the characteristics of

successful and unsuccessful development programs.
1.

2.

)

Characteristics of Unsuccessful Programs:
a. no conceptual models supporting programs,
b. sporadic organization of isolated workshops,
c. reliance on central administration to determine teacher
deficits,
d. attempts to meet the needs of large numbers of people,
e. reliance on presentation/lecture model.
Characteristics of Successful Programs:
a. conceptual model was developmental (teachers participating
in solving problems),
b. activity oriented,
c. local emphasis (materials, leaders),
d. an
ongoing process
(needs
assessment
problem
solving - actions - follow-up),
e. emphasis on manageable-sized grouping,
f. co-operation between teachers and administrators,
g. use of a facility for the focus of professional development
programs .10
Wiles and Lovell support the characteristics of successful programs

and go on to say, "Staff development needs to contribute to a growing
togetherness of the faculty.

Any faculty needs to feel that it is a unit,

that it is a team, working for a common purpose."11
Summary
In summary, there are a variety of ways that staffs can set about
to generate professional growth.
1.

These include:

Weekly Professional Sessions - alter dismissal times of school
in order to free teachers to share ideas.

lOp. Bermin a nd M• Mc La ughl i n , 11 Fed er al
Educational Change: The Findings in Review."

Programs Supporting

llJohn T. Lovell and Kimball Wiles, Supervision for Better Schools
(New Jersey: Prentice Hall, Inc., 1975), p. 218.
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2.

Staff Professional Committees
organize and develop
professional programs (speakers, workshops) based on the
staff's stated needs.
3. Use of Staff Expertise - identify individual expertise within
the group and give them the opportunity to lead in their
field.
4. Inter-School Sharing - visit each other to share new ideas and
concepts.
5. District Rotation of Teachers - share ideas with teachers of
other buildings.
6. Teacher Center - encourage exchange of knowledge between
teachers.
7. University Contribution - arrange a meaningful liaison between
staff and university (organize creative student teaching
programs to bring "fresh blood" into the group).
8. Master Teachers - draw on master teachers for a one year leave
of absence. The teacher has the commitment to give workshops
and engender ideas and enthusiasm on their return to the
school.
9. Supervisory Systems - utilize the close alliance between staff
development and some of the more recent supervisory systems.
10. Management By Objectives - MBO - this scheme, simply stated,
emphasizes the setting of targets and objectives within a
specific time frame.
A variety of ways through which the staff development concept could be
implemented have been outlined.

It is important, however, to re-emphasize

that the major contention of this project is that the participants should
be involved in the process of creating the staff development program which
best suits them.

Wiles and Lovell (1975) argue that:

"One of the most important kinds of experience is participation in
an experimental program. An examination of the history of staffs in
schools that have participated in experimental programs leads to the
conclusion that such participation produces people who are stronger and
more capable. People grow as they have a chance to try something new
and come to look upon their jobs as a chance to explore better ways of
teaching. To put it briefly, people grow as they try new things. 11 12
12Ibid., p. 61.
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The literature abounds with articles about staff development but there
appears to be fewer descriptions of appropriate models.

It seems that more

is known about what ought to be done than is being done.
At Woodland Middle School a staff development program was created
that was unique and that met many of the desired criteria for effective
staff development.
Woodland Middle School's staff development program is one of peer
supervision, where teachers supervise one another and provide observation,
analysis, and feedback to their peers.

In this particular program teachers

are organized into pairs under the direction of a supervisor who shares in
the responsibility for the improvement of instruction.
"Teacher militancy in the last few years has led teachers to demand
greater control over their own teaching, 11 13 says Wiles and Bondi.

Peer

supervision is perhaps one answer to greater control over one's own
teaching.
1.

2.
3.
4.

There are several drawbacks, however.

Some of these are:

Teachers do not know if peer supervision is designed for
improvement of instruction, evaluation or both.
Supervisors are reluctant to share part of their power domain
dealing with teacher evaluation with teachers.
An atmosphere of openness and trust must exist among teacher
peers. Unfortunately, this is unique to few places.
Tenure laws and declined enrollment mean the prospect of
increased numbers of senior teachers. With the security of
tenured positions, such teachers may be resistant to
supervisory efforts to upgrade instruction.

The writer feels that if these drawbacks are dealt with openly and
discussed with the staff these problems will be minimized.

The Woodland

Middle School staff has minimized many of these drawbacks because of the
uniqueness of the staff.
their administrator.

Staff members are very open with one another and

The trust relationship is very high.

13Bondi and Wiles, op. cit., p. 115.

Chapter I II

(

PROCEDURE
Background Information
Woodland is a middle school of approximately 350 children and
14 staff members.

It is important to describe the climate and conditions

which nurtured the development of the program.
Woodland Middle School was a school with a standard professional
development program.

The staff was involved in staff development exercises

which were imposed by a central administration, action typical of the other
two schools in the district.

Early release days were used for the purpose

of attending centralized workshops.
The age span of the staff in the district was diverse, covering
)

ages from twenty-four to sixty-three years.

The experience range was

similarly broad, stretching from one year to twenty-five.

There was little

or no consistency in the educational philosophies of the staff.
One year the in-service sessions were used for writing Student
Learning Objectives, SLOs.
activities.

The staff had no input into their professional

They were a diligent and dedicated group of teachers, but had

little opportunity to function other than in an individual capacity.
Consequently, in the spring of 1977, when the district introduced a course
called

Instructional

opposition.

Theory

Into Practice,

ITIP, there was major

The staff had just spent a year writing SLOs; the people

presenting ITIP were from outside the district; the ITIP presenters did a
poor job; and the staff had a poor attitude toward innovation.

)
11

12

To remedy the situation, the district sent one of it's principals
to be trained in ITIP during the summer.

In the fall of 1978, ITIP was

offered as a three credit course through Seattle Pacific University
instructed by the middle school principal.

The course was to be offered

three different quarters in the next two years, with the purpose in mind of
eventually training all the certified staff in the district.

This program

was successful, and by the end of the fall quarter, 1979, all certified
personnel, with the exception of new teachers, were beginning ITIP
graduates.
Program Development
The middle school principal

(the district's ITIP instructor)

foresaw an organized program where teachers could actually practice the
instructional theory.

To accomplish this, a grant was written, the purpose

of which was to develop a model which would encourage teachers to practice
ITIP and be supervised by other teachers (see Appendix A).
approved.

The grant was

The district was to send a group of teachers to a practitioner's

workshop in Seattle.
In the midst of all this, the principal and only !TIP trainer in
the district, left the district for a job in Olympia.
problem.

This posed a new

How does a school system implement an !TIP-based program without

a trained ITIP instructor?
To solve this problem, the district sent three teachers, the new
principal, and the superintendent to the practitioner's workshop in Seattle
as previously planned.
1.
2.

The team went having two goals in mind:

Develop a program for practicing the instructional theory.
Develop the program WITHOUT a district ITIP trainer.

13

At the workshop, it was decided that, at first, the participants in
the project needed to focus on specific ITIP skills, such as teaching to an
objective, reinforcement, task analysis, etc., concentrating on one topic
per month.
The participants would work in pairs.

During the first week, one

partner would teach a lesson and the other would observe and take notes.
The next week the partners would trade.
positive points in their observations.

The partners would share the

The group would then get together

for a review of the topic, discuss any questions or problems.

Teachers

would then be paired with someone new for two more weeks of teaching and
observing.

The next month the participants would review a different topic

and begin the pattern again.

The model is shown below:

!TIP
(taught by trainer)
Teach/Observe
(partners)

Repeat cycle every
month covering new
topic

Review
Teach/Observe
(partners)
With no trained ITIP instructor in the district, the superintendent
agreed to hire an !TIP instructor each month to make the presentation on
the chosen topic.

The principal would then lead the review sessions.

Chapter IV
IN-SERVICE MODEL
Implementation of Shared Supervision
After the practitioner's workshop in Seattle, the concept of Shared
Supervision was presented to the staff.

The format and procedures the

committee developed at the workshop were presented for discussion.

It was

decided that even though everyone on the staff had taken the beginning !TIP
course, Shared Supervision should initially be on a voluntary basis.

It

was felt that the program would be such a positive one that it would
eventually attract the hesitant teachers. The staff's response was positive
and eleven out of fifteen staff members volunteered for the project.
Through the combined efforts of the teachers who agreed to participate and
the team, Shared Supervision was implemented as described below.
The staff decided to devote time-allotted early release days to the
project.

Not only did the staff need review of !TIP concepts, also needed

were guidelines for conferencing and observations.

The fact that none of

the staff were clinical supervisors was discussed.

It was agreed that

although a professional was necessary, best results would probably ensue if
the participants could participate in the in-service in a relaxed manner.
The uniqueness of the staff and their close-working relationship made this
possible.
The next step was to hire an !TIP trainer and familiarize him/her
with the project as the staff designed it. A professional !TIP trainer from
Bellevue was screened by the writer and then hired by the district. Because

14

15

of the distance between Seattle and Woodland and the ensuing cost, it was
agreed that he would review two !TIP concepts per session with our project
members.

It was also agreed to have one review session per month. It then

became the responsibility of the writer to maintain the program for the
rest of the month.

The program model changed from the original model to

look 1ike this:
!TIP
(two concepts)
Shared Supervision
(partners)
Review
(Principal)
Shared Supervision
(partners)
The responsibility for maintaining the program between sessions
included:
1.

2.
3.
4.

Hiring a substitute one day a week to free teachers for
observations.
Providing a schedule for observations, including pre- and postobservation conferences.
Maintain monthly time frame according to flow chart.
Maintain lines of communication among ITIP trainer, principal,
and staff.
I TIP Concepts

Since the project was to start in January, only four sessions could
be completed before the end of the school year. The participants chose
eight topics to be reviewed.
1.

2.

These include:

Teaching to an Objective
Criteria for Observations
Active Participation
Reinforcement

16

3.
4.

Bloom's Taxonomy
Retention
Task Analysis
Lesson Planning

Because of their concern for professionalism in observations, the
participants also agreed on the following topics for discussion during the
session on Criteria for Observations.

The topics the participants wanted

the ITIP trainer to include were:
1.
2.
3.
4.
5.

Confidentiality
Specified Content
Note Taking
Positive-Professional Attitude
Principal 1 s Role

Long-range goals were relatively simple when the program was
initially planned.

Based on an attitude survey the committee would conduct

a needs assessment for Year II, which was to begin September 1, using the
same model. Possible categories for review and observation included:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Reinforcement
Bloom's Taxonomy
Lesson Design
Active Participation/Monitor and Adjust
Task Analysis
Motivation
Diagnosis
Retention
Affective Domain
Set/Closure

By Year III, it was hoped that the district would have a qualified
ITIP trainer.

The program would then be relinquished to the trainer for

reassessment by a committee composed of the trainer and the participants of
Shared Supervision.

17

QUESTIONNAIRE
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

11.
12.
13.
14.

15.
)

16.
17.

Do you feel the project developed last year was an effective way of
facilitating your professional growth?
How effective were the 1/2 day review sessions?
How effective was the monitoring when it occurred every week?
How helpful was feedback from the observer?
How did project-related stress affect your growth?
I feel my teaching skills have improved by
percent since the
beginning of the project.
Were you able to honestly communicate your feelings concerning the
project facilitator?
In the beginning, how did you feel about the project?
At the end of the year, how did you feel about the project?
Did you feel you developed a trust relationship with other members of
the project?
Did you feel you were kept well informed about the project?
Do you feel confidentiality between you and your partner was
maintained?
Did you feel your part in the project was significant to the success
of the project?
Do you feel the skil 1s you have learned are being transferred to
other subject areas that you teach?
Do you attempt to consistently use ITIP skills in making teaching
decisions during the day?
Do you feel having the program within the regular working day on a
regular basis was effective?
Would you like to see this project continue next year?
Mean and Standard Deviation of
Responses to Questionnaire
Question#
1.
2.
3.
4.
5.
6.
7.
10.
11.

12.
13.
14.
15.
16.
17.

Mean
8.29
6.57
8.14
7. 71

5.43
35%
7.57
7.14
7.14
9.86
6.29
8.29
7.0
8. 71
8. 71

Standard Deviation
1.25
2.51
1.22
1. 70
0.98
1.55
1.40
2.12
1.57
0.38
0.95
0.95
1.16
1.11
1.89
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Chapter V
RESULTS OF THE ATTITUDE SURVEY
Staff
themselves.

members

identified

the

significance

of

the

program

According to them the Shared Supervision Project was

significant (see Appendix 3 and 4 for Attitude Surveys).

Participants

believed that (see chart on preceding page):
1.
2.

3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.

The project was an effective way of facilitating professional
growth. Of the eleven people surveyed, nine rated the project
an eight or better on a scale from 1 (being lowest) to 10.
The half day review sessions were effective for about
50 percent of the participants. Those participants who rated
the sessions low, wanted to review for a shorter period of
time. Everyone wanted review, however.
Monitoring was effective on a weekly basis. One teacher felt
that monitoring on a weekly basis helped her plan better for
the entire week.
Feedback from the observer was helpful, but specifics were
lacking.
Stress was not a factor.
Communication of problems and concerns to the facilitator was
made comfortably available.
Teaching skills were improved by as much as 50 percent based on
participants• assessment of themselves.
Initially, projected feelings varied, including attitudes of
excitement, skepticism, assumed beneficial results, and
supposed negative growth.
Conclusively, at the end of the year, everyone, with one
exception, agreed that professional growth was a bona fide end
product.
A trust relationship did not seem to be a factor (possibly
because of the compatability of the stiff).
The staff was informed, but not consistently. Specifically,
they were not always sure when the substitute was available.
Confidentiality was maintained.
The staff's role in the project was significant, but only three
people felt they were vital to the project. Those three were
the original committee members.
Skills currently are being transferred to other subject areas.
For example, teachers felt that they were using !TIP skills in
other classes as well as the being observed.
Attempts to use !TIP skills in making teaching decisions are
more frequent now than before. In planning and organizing
lessons, teachers felt that they were more conscious of !TIP
skills than before.
19
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16.
17.

Having the program within the regular working day, on a regular
bas i s , was effect i ve t o al l but one teacher who felt it
interfered with her class schedule.
Unanimously the project was voted to continue next year.
Non-Partici pant Survey

Five teachers did not participate in Shared Supervision.

They were

given a survey in an attempt to measure their use of !TIP skills.

This

survey revealed:
1.
2.
3.
4.
5.

6.
7.
8.
9.
10.

Four of the five teachers surveyed made very little effort to
use !TIP skills.
The district's !TIP training was not effective. It was viewed
as a district requirement that had to be satisfied.
No pressure was emanated to teachers requiring them to
participate in Shared Supervision.
Perception of change in colleague effectiveness in the
classroom was not witnessed by teachers who did not
pa rt i c i pate •
Three of the five teachers saw change in the attitude toward
learning on the part of teachers who participated. It was felt
that teachers seemed excited about Shared Supervision. Teachers
began to talk about their lessons and how it went with their
partners and how they would teach a lesson next time.
Only the teacher that used !TIP saw a change in the attitude
toward learning on the part of students.
Since four of the five teachers did not consciously use !TIP,
four of them did not feel their skills were being transferred
to other subject areas.
The five teachers who did not participate in the project did
not consistently use !TIP skills in making teaching decisions.
All five teachers felt that supervision was important to
professional growth.
Three of the five teachers surveyed, showed future interest
participating in the project.
Staff Recommendations

The staff was asked to identify ways they would like to see the
Shared Supervision Project altered for the following year.

Suggestions

21

collected were recommendations of:
1.
2.
3.
4.
5.

}

One or two time spans (possibly mid-September to mid-December
and/or February to May) to provide a break and allow for
holidays and semester changes.
Shortening of the allotted time spent at review sessions.
More efficient use of the substitute.
Use of criteria sheets to identify target areas for
observations.
Use of criteria sheets to pinpoint inadequacies participants
experienced when discussing clinical supervision techniques.

Chapter VI
CONCLUSIONS AND RECOMMENDATIONS
Summary
Teachers wi 11

continue to become more specialized and more

competent as a result of the following factors:
1.

2.
3.
4.
5.

Growing organizational complexity including class size and the
number of subjects taught.
Broadening and deepening educational needs of the students.
Many curriculums now include units concerning computers, drugs
and alcohol, and sex education.
Improvement of professional preparation and continuing
professional growth. Many colleges
now require !TIP as a
teacher preparation cours ,~.
', ·,i · ,
Improvement of recruitment and selection practices.
Growing knowledge base from which the conditions of learning
are derived including both content and methodology.

Because of growing diversity, the need to communicate will be
greater

and

so

will

the

difficulty

of

communicating.

Greater

differentiation and spec i a 1 i zat ion of staff wi 11 re qui re a need for
cooperation, trust, and understanding.
Results of the attitude survey indicate that those teachers
actively participating in Shared Supervision are in fact making an effort
to bring !TIP skills to the daily practicing level.
The literature reviewed abounds with suggestions for in-service and
supervision.

Experts in the area of supervision agree that teachers must

have a say in their professional growth.

Bruce Joyce, author and expert in

the areas of in-service and supervision, states, "Research indicates that
in-service can only be maximized at

the practicing

leve1. 11 l The Shared

ls ruce R. Joyce, Perf orrnance-Based Teacher Education Desi n
Alternatives: The Concept of Uni ty 197
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)

Supervision project at Woodland Middle School supports Joyce's statement.
As the survey revealed, professional growth using ITIP concepts was
maximized by the participants of the project.
use in the classroom.

ITIP was put to practical

The participants of the project designed, planned,

operated, and maintained their program of professional growth, which
created more interest and dedication to the project.

Shared Supervision

is, therefore, one answer to effective supervision and staff development.
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ATTITUDE SURVEY

~ECEIVED

;·:-~CEIVEO

JUL 1 6 1981

JUN 1 8 1981
t,;iAOUATE STlJ01'-S
ANO llESEAACH

QAAOUA,T& S1\JDIIS
ANO PIESEAIICK

SHARED SUPERVISION PROJECT
1.

Do you feel the project developed last year was an effective way of facilitating
your professional growth?
Not Effective
1

Very Effective
4

3

2

5

6

7

8

9

10

Comments

2.

How effective were the

~

day review sessions?

Not Effective
1

Very Effective
4

3

2

5

7

6

8

10

9

Comments
3.

How effective was the monitoring when it occured every week?
Very Effective

No·t Eff~ctive
1

2

4

3

5

6

7

8

9

10

Comments

4.

How helpful was feedback from the observer?
Not Helpful
1

Very Helpful
2

4

3

5

6

7

8

9

10

Conunents
5.

How did project related stress affect your growth?
Too Little Stress
Was Not Motivated
1

Too Much Stress
Was Over Anxious
2

3

4

5

6

7

8

9

10

Comments
6.

I feel my teaching skills have improved by - - - percent since the beginning of
the project.

Comments

7.

Were you able to honestly communicate your feelings concerning the project with
facilitator?

All of the Time

None of the Time
1

2

4

3

5

7

6

8

10

9

Comments

8.

In the beginning, how did you feel about the project?

(Check all that pertain)

I did not think it would help me grow professionally.
I knew it would help
I was skeptical.
I was threatened.
I was excited.
Other -

9.

At the end of the year, how did you feel about the project?
pertain)

(Check all that

I do not think it helped me grow professionally.
I know it helped me grow professionally.
I am skeptical.
I am threatened.
I am excited.
Other -

10.

Did you feel you developed a trust relationship with other members of the project?
Yes

No
1

2

4

3

6

5

7

8

10

9

Comments
11.

Did you feel you were kept well informed about the project?
All of the Time

None of the Time
1

2

4

3

5

7

6

8

10

9

Comments

12.

Do you feel confidentiality between you and your partner was maintained?
Yes

No
1

Comments

2

3

4

5

6

7

8

9

10

i:,ECEIVED
JUN 1 8 1981
GRADUATE SllJDJES

ANO flESF.ARCH

13.

Did you feel your part in the project was significant to the success of the
project?
Not at All
1

Completely
2

4

3

5

6

7

8

9

10

Comments

14.

Do you feel the skills you have learned are being transfered to other subject
areas that you teach?
All of the Time

None of the Time
1

2

4

3

5

6

7

8

9

10

Comments

15.

Do you attempt to consistently use ITIP skills in making teaching decisions
during the day?
Yes

No
1

2

3

4

5

6

7

8

9

10

Comments

16.

Do yov feeJ . having the program within the regular working day on a regular
basis was effective?
Yes

No, It Interfered
1

2

3

4

5

6

7

8

9

10

Comments

17.

Would you like to see this project continue next year?
Yes

No
1

2

3

4

5

6

7

8

9

10

Comments

-~-~CEIVED
JUN 1 8 1981
G'l,\DUATE STUDIES
Mm nESEARCH

Attitude iurvey
ITIP

1.

Do you use ITIP?
No
1

2.

How

Yes

2

3

4

5

6

1

8

'10

9

effective was the district's ITIP training?

Not Effective
1
2
3

4

5

6

1

8

Effective
10
9

3.

Did you feel pressure to participate in Shared Superviaion?

4.

Did you perceive any change in collegue effectivenesa?
No Change
1
2

S.
6.

3

4

5

6

1

8

9

Change
10

Did you see change in the attitude toward learning on the part of
the teachers?
Did you see change in the attitude toward learning on the part of
students?

7.

Do you feel the skills you learned are being transfered to other
subject areas you teach?

8.

Do you consiatantly use ITIP skills in making teaching decisions
during the day?

9.

Do you think supervision is an important part of professional
growth?
Not Important
1
·2
3

10.

4

s

6

1

Very Important
9
10

8

Would you like to partieipate in the project this fall?

